To establish a record of the social worker's practice so the process of helping and client-worker interaction can be studied.
1. Names of those in attendance at interview or meeting 2. Date, location, and length of session 3. Purpose of session (i.e., why client and student were meeting and how this session fits within goal of intervention) 4. Student's plan for session (i.e., what student hoped to accomplish and how) 5. Description of interaction and content-for example:
I how session began I significant exchanges during session (e.g., what client said and how student responded; what student said and how client responded) I specific topics discussed, decisions reached, plans made I new facts and information obtained by student I mood and feeling tone of session I how session or meeting ended 6. Student's role and activities (e.g., techniques and skills used during session; roles and responsibilities taken on by student during session) 7. Student's assessment of client's concern, situation, or problem and client's current response and reactions to student social worker and to helping process 8. Student's assessment of his or her own performance during the session (e.g., problems encountered, strengths, limitations) 9. Student's plan for next interview or meeting with client A process recording is an excellent teaching tool because it encourages the worker to analyze his or her practice behavior and decisions. A major disadvantage is that it requires a great deal of time to prepare. Many experienced social workers 9.7 recommend the process recording of at least one case in a worker's caseload. A careful and detailed study of even one case can prove valuable for skill development and increase self-awareness.
Audio-or videotape recordings are, in many respects, superior to process recording as a teaching tool. However, many agencies do not have video equipment; even if they do, it often requires that the interview take place in a studio atmosphere in order to escape background noise. Compact camcorders may expand opportunities for students and workers to study their own performance. Although audiotaping an interview can be useful, listening to an audiotape is tedious. Workers must be especially careful about the ethical matters of informed consent and confidentiality when using audio and video recordings.
The Dual Perspective PURPOSE: To graphically depict barriers and supports that affect a person's interactions with his or her social environment.
DISCUSSION:
Among the helping professions, one of social work's unique contributions is its emphasis on understanding the client within the context of his or her social environment. Norton's (1978) dual perspective brings this conceptualization alive in practice. She identifies two distinct sets of influences that make up a person's social environment: the nurturing environment and the sustaining environment. One's nurturing environment (or immediate environment) is composed of family, friends, and close associates at work or school. These are people with whom a person interacts frequently and often in an intimate manner. It is in and through these relationships that a person develops a sense of identity, belonging, and selfworth. These relationships have a profound effect on one's functioning.
A person's sustaining environment is made up of the people one encounters and learns to deal with in the wider community and broader society, including, for example, political organizations, work settings, labor unions, the media, educational systems, health care facilities, and human services programs. (A social worker and a social agency are also part of this sustaining environment.) Ideally, the individual is accepted, respected, and supported within both his or her nurturing and sustaining environments, but this is often not the case.
Of special concern during the assessment phase of the change process is the question of whether an intervention should be directed toward elements of the nurturing environment or toward the sustaining environment. The dual perspective helps to answer that question. For example, if the nurturing system is positive but the messages from the sustaining system are negative (e.g., a minority child from a supportive family who feels devalued when in school), the social worker needs to focus on changing aspects of the client's wider environment. If the messages from the nurturing system are negative (e.g., the child abused by his parents), arranging a positive sustaining system experience can help compensate for these negative influences but the social worker must focus primarily on changing interactions within the family. Finally, and most difficult, are those situations where both the sustaining and nurturing environments give negative messages to the person. An example of this double negative would be a gay or lesbian adolescent who is rejected by his or her family, by peers at school, and by the wider society. In that situation, change efforts would need to be simultaneously directed toward helping the adolescent cope with the rejection, helping the family understand and accept the adolescent, and changing community attitudes toward gays and lesbians.
The concepts of a nurturing and a sustaining environment can be translated into a simple assessment tool for identifying the location of both the supports and problems a person experiences in the social environment. To make a dual perspective assessment, one begins by recording on a chart (see Figure 11 .2) the positives
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and negatives in the client's situation as you understand them. Begin with the person. List in the inner-most circle the characteristics and capacities of the client and indicate with a (+) or (-) the effects they have on his or her functioning. Make a few notes in the margins to explain the reasons for arriving at this conclusion. Next, move to the center circle-the nurturing environment. Write in the names of key actors in the client's situation and again indicate if they are a positive, negative, or neutral (0) influence. Once again, add some description to clarify the rationale for your judgments. Finally, do the same for the circle representing the sustaining environment. Some social workers have found it useful to conduct a dual perspective assessment directly with clients to check the accuracy of the judgments and help clients gain insights into the issues they face.
Examination of the completed dual perspective worksheet will reveal both the areas that need to be changed (i.e., the -notations) and the areas of strength (i.e., the Life History Grid PURPOSE: To graphically depict significant events in a client's life and/or the development of significant problems through time.
DISCUSSION:
The life history grid is a method of organizing and presenting data related to the various periods in a client's life. The grid is especially useful in work with children and adolescents, where an understanding of life experiences during a particular stage of development may shed light on current functioning. Data from a variety of sources (interview, agency records, hospital records, etc.) are brought together in a life grid. Figure 11 .8 is a grid prepared on David, a 14-year-old referred to a social worker because of behavior problems. When one examines David's life history grid, it becomes apparent that his problems have grown worse in reaction to his parents' 
FIGURE 11.8 Sample Life History Grid

Multiworker Family Assessment Interviews PURPOSE:
To secure an understanding of how each family member views the family's presenting problem or concern by utilizing more than one social worker during family interviews.
DISCUSSION:
A multiworker family assessment interview is conducted after the social worker assigned to the case (i.e., the primary worker) has conducted an initial interview with the family. If this worker decides to use a multiworker assessment, it is explained to the family. Once the family agrees, secondary social workers are temporarily assigned to each family member (e.g., if there were four family members, four additional workers would be needed). Each secondary worker then spends an hour or so
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listening to their assigned family member's perspective on the family's problem and attempts to understand how that member sees himself or herself within the context of the family system. After these individual interviews are completed, the secondary social workers and the primary social worker meet for about an hour and share what they have learned about each family member. Meanwhile, the family members spend this time together without a social worker being present. Next, all of the social workers and all of the family members meet together. Each secondary social worker sits next to his or her family member and speaks for that person; each speaks as if he or she were the family member and uses I-statements to describe his or her thoughts and feelings about the family's functioning. During this phase, the family members are not to speak. If a family member does not like what is being said, he or she and the social worker can leave the room, discuss the difference, and then rejoin the group. After all of the social workers have spoken for the family members, the family members are asked to react to what they have heard.
The last part of this session is used to plan the next steps in the family's effort to secure help with their problem. After this multiworker assessment, the primary social worker continues to provide service.
Although this assessment process may take from three to five hours, it has important advantages, such as the following:
1.
A great deal of information is gathered and each family member's point of view is expressed and explored. The workers are often able to say things that the family member is afraid of saying, thus the issues are out in the open.
2.
The family members usually leave this lengthy assessment session feeling they have been listened to and understood. Typically, the process yields a firmer commitment by the family members to work on the problem, a feeling of hopefulness, and ideas on how to make changes.
3.
The process has the effect of creating several consultants who have firsthand knowledge of the family, which can be helpful to the primary social worker. The life book is especially useful in helping a child do the following:
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1. Develop a sense of continuity and identity. 2. Understand past separations and placements and reduce confusion and misconceptions about these and other disruptive experiences. 3. Avoid the unhealthy use of fantasy and denial in trying to cope with painful life experiences. 4. Remember significant people and childhood events.
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When the father finds himself getting angry and in danger of losing control, he refers to the cards and looks for a suggestion that might help him control his anger.
In addition to helping the client prepare a set of crisis cards, it is usually important to help the client work out a system for recognizing when he or she needs to use the cards. For example, the father could be helped to formulate a 10-point anger scale, ranging from 0 (no anger) to 10 (close to being violent). As the father learns to monitor his level of anger, he comes to recognize that at point 5 on the scale, he is to refer to the crisis cards.
The crisis cards technique can be adapted for use in work with whole families. For example, during a family meeting, the members might brainstorm various op-
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tions on how they could better handle recurring conflicts or misunderstandings and then write the options on a set of crisis cards. A set of cards might also be used by someone learning to cope with a newly acquired disability or a difficult job-related task. Such cards and self-messages can also be used by someone working to maintain sobriety or trying to change a behavior pattern (e.g., keep to a diet, stick with a program of physical exercise, etc.). The Client Self-Rating Scale (CSRS) PURPOSE: To enable a client to visually track movement toward desired outcomes.
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DISCUSSION:
Clients find it helpful to receive feedback regarding the progress they are making. The social worker's verbal appraisal of progress is important, but when that is supplemented with a visual representation of change, the client's clarity about what is occurring is increased. A simple format for helping clients visualize change is a client self-rating scale (CSRS), a specialized form of single-subject design. The first step in developing a CSRS is to clearly state in positive terms each goal identified by the client and worker as a target for change: for example, "I want to increase the number of conflict-free interactions with my brother, John" or "My goal is to complete my homework assignments each night before 10:00 P.M." For each goal, the worker creates a chart. If some goals are interrelated, progress toward more than one goal might be recorded on the same chart. The chart is designed so that along the left axis scores from -10 to +10 are recorded. The most accurate way to determine the scores on this axis is to establish, in collaboration with the client, descriptors (or anchor points) reflecting the criteria for assigning scores (see Item 14.1). For example, -10 might reflect "I did not get any homework completed," -5 might be "at least two nights I completed all of my homework," a score of 0 could indicate that "homework was completed three nights that week," +5 might reflect "at least four times all homework was completed," and +10 could reflect "I always completed all of my homework." Along the bottom axis the dates of each session with the client are recorded as the process evolves (see Figure 14 .9).
At each session, the worker and client discuss the client's improvement (or deterioration) in moving toward each desired outcome. The client then arrives at a self-rating, and the worker records the score on the chart. If the ratings related to more than one goal are included on a single chart, the scores can be recorded with different colors or by using solid, dotted, and dashed lines.
The trends reflected on the charts can be discussed with the client to identify factors that have influenced the scores. This visual representation of what has occurred helps clients identify and possibly decrease resistance and barriers to change as well as experience a sense of success. 
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DISCUSSION:
The process of peer review refers to a periodic examination of a social worker's performance by a fellow worker who understands the agency's clientele, policies, and procedures. Essentially, peer review is a form of quality control. Some settings, like hospitals, are required by accrediting organizations or regulatory agencies to establish peer review systems. The first step in developing a peer review procedure is for the social workers to agree on a set of principles or criteria that reflect good practice in their particular setting. In order to keep the process relatively simple, the number of criteria should probably not exceed 10. Those participating also need to agree on the procedure for selecting cases to be reviewed. The random selection of cases from a worker's active case file is a common approach. Peer review sessions should be regularly scheduled (e.g., monthly); a single session should be limited to about one-half hour. A system of rotation ensures that each worker has a chance to conduct a peer review on all other workers in his or her unit or department. This can be a valuable learning opportunity. Results of the review should be recorded on a form. A recurring problem found in the performance of an individual worker may require remediation. And a recurring problem among all of the workers may signal a system problem and the need to examine existing policies and procedures. 
FIGURE 14.10 Sample Peer Review Policy and Review Form
Policy: Each social worker will participate in an ongoing cycle of peer review and consultation. The supervisor will be responsible for developing the peer review schedule. Each month, each social worker will have two cases reviewed by a peer and will also review two cases of another worker. The cases will be drawn at random from the worker's active caseload. The reviewer will complete the peer review form and submit it to the supervisor. On a quarterly basis, the supervisor will analyze the peer review reports, identify common performance problems, and meet with staff to formulate a plan to address common performance problems.
